O objetivo deste artigo é descrever as práticas de liderança distribuída (DLP) para conhecer a visão dos diretores dos centros de ensino primário da Comunidade de Madrid, Espanha. Foi enquadrado em uma metodologia quantitativa e um estudo descritivo, com um teste piloto, também foi construído e validado o questionário ad hoc "Práticas de liderança distribuída da Escola Principal", que permite coletar a percepção de desenvolver os diretores (como) no contexto estudado, e conhecer a relevância que lhes atribuem. Os resultados encontrados são muito amplos e correspondem ao conjunto de diretores (como) pesquisados. Esta pesquisa apresenta os resultados do DLP, que se refere às respostas dadas pelo grupo de diretores da escola, em uma das quatro dimensões (DLP, Decisões Comparadas, Missão, Visão e Desenvolvimento Profissional).
Introduction
The interest of studying the Distributed Leadership (DL) style is becoming increasingly important. The predominant position in contemporary literature regarding DL establishes the following fundamental theories: The Theory of Activity (Spillane et al., 2004) ; The Theory of "Substitutes for Leadership" (Jermier and Kerr, 1997);
Theories on Located and Distributed Cognition (Brown and Duguid, 1991; ) Gronn, 2002) ; the Institutional Theory (Ogawa and Bossert, 1995) , and the Theory of Motivation (Bandura, 1989) (Locke, 2003) (Mentioned by García, 2017b) . The perspective of distribution focuses on how the practice of leadership is distributed among the formal and informal leaders, and how the analyzed construct is a new leadership model based on morals, and centered on values, which promotes its own socialization, and its distribution as a whole. In theoretical terms, DL corresponds to the means of multiple sources of guidance and direction, following the contours of experience in an organization, made coherent through a common culture. This research arises in the first place, following the relevance of the DL phenomenon in improving the effectiveness of primary schools, and, secondly, in order to enrich the studies related to the primary centers in Madrid. The aim of this article is to present the results obtained, in relation to the perception of directors, and according to the DPL dimension in the selected primary schools. To this end, a research has been designed using a quantitative methodology with a descriptive cut, in order to identify how the actors value the DL process. To achieve these objectives an ad hoc questionnaire has been applied in 25 public and concerted schools in Madrid, Capital.
An approximation to the concept of distributed leadership
At present, there are many definitions and interpretations of the DL, but few are clear, and the definitions that exist seem to differ from one another, such is the case of the area of organizational restructuring, that focuses much of the research on DL's conceptions; as horizontal, organic, and multifunctional structures that replace hierarchical structures (Day, 2000) . Evidence from different types of educational institutions confirms the idea that some leadership practices are valuable, in almost all contexts (Leithwood, 2011) . For Spillane (2017) there is a perspective of DL, which recognizes the existence of several leaders, and as explained by Harris (2012) , the activities are widely shared within and between the organization. Primarily, The characteristics of the distribution model focus on interactions, rather than actions, supervisors, and on informal leadership roles. Secondly, it is the direction and influence of leadership, as well as the improvement of the organization's instruction (Spillane, 2012) , that recognizes the work of all people rather than contributing to the practice of leadership, if not formally designated or defined as the leaders. Third, the DL is also fundamental to the reconfiguration of the system and organization, as well as the redesign that requires horizontal decision making (Hargreaves and Fink, 2000) . This model leads to a leadership perspective, as a phenomenon involving the organization as a whole. For Bennett (2003) DL appears at the end of 1990; it is there when the definition of DL actually arises. Harris (2009) points out that the definition and understanding of DL fluctuate between the normative and the theoretical; hence, the literature supporting the definition of DL remains diverse and broad-based. Despite these solid investigations, it is during the last decades, the approach on the DL (Gronn, 2002 , Spillane, 2012 has emerged in the educational research; and it must be highlighted that this new position has been driven by a change of Paradigm, which moves the individual leader, by the leader or distributed leaders, being the main cause for the demands for educational leaders in the world of the Education (Gronn, 2002 , Hulpia et al., 2009 ). For Elmore (2005 the important thing is instruction, improvement and school performance. To a large extent, Spillane (2017) based the study on distributed cognition to generate the theory of DL. The DL of the school center is one of the most vibrant elements with which schools have in order to be effective and to achieve quality results; school leaders are able to influence and shape the conditions in which they occur (Leithwood et al., 2006) . The examination of the investigations claims that to achieve the improvement of learning the performance of the directors, they must have traits of an up-down model of rather than a bottom-up one; it should be taken into account that it is noticed that a updown authority model can be more effective for improving student learning outcomes.
Problem approach
School leadership makes a difference in schools; it is one of the most influential factors in a student academic achievement, and it accounts for 25% of all school effects.
It means that if the directors exert the educational leadership, they can influence the work of teachers and improve the conditions in the development of the processes of teaching and of learning. The importance of the school management, as the performance of the management teams has evolved over time and is currently aiming, is to balance among all the members of the school's community and the constant improvement in the academic results (Leithwood and Seashore-Louis, (2011) ; Knapp et al., 2014; Spillane, 2017) . The attitude of the person who assumes the functions of management in the school is a key element that determines the success of processes of change in the institution, as well as for the development of the institutions (Firestone and Riehl, 2005) . There are new social demands that require reform at the school level, these reforms or transformations must be promoted from within each school center. In this context, a strong direction is a basic, whose aptitudes have competences to perform all functions, from the perception of DL. It urges in the Spanish centers a school director that acts as an engine of change, committed with the whole educational community and whose project is common (García, 2017a) . Two unfavorable factors must be pointed out improvement (Bolivar and San Fabián, 2013) . The research has shown that the behavior and attitude of the person assuming the functions of management in the school are a key element that determines the existence, quality, and success of processes of change in the institution (Garcia, 2017b).
Method
A mixed methodology is used in this research, part quantitative, descriptive, and the pilot test is developed. Also, in order to study DL from an educational perspective, the methodology corresponds to a descriptive study, and quantitative analysis techniques. We present the sample, description of the data collection instruments, and data analysis techniques that allow the integration of the data to make a global vision of the phenomenon studied, in this case, the DL. The "distributed leadership of the school management" questionnaire is used as an ad hoc instrument.
We describe the DL of primary school principals, in terms of the DLP dimension certifies that the total instrument is highly reliable for 45 elements. The variable to describe is DL, it focuses on the interaction between the employees, in which it recognizes the work of all the individuals by contributing in the practice, in the decision making, and in the delegation of responsibilities and authority, even if they are not formally defined as leaders, and it is fundamental in the configuration of the system and of the organization, because the redesign of the Organization requires a process of shared decision making (Garcia, 2017a). The dimensions of Distributed leadership consist of four dimensions, which are listed below:
• Shared vision, mission and goals: it is the aspect of distributed leadership that implies that everyone is committed to the shared goals of the institution with a sense of purpose or long-term vision; It is considered that the school has a set of shared values that guide the efforts, promote confidence and commitment among teachers, managers, administrative staff and educational community. There is a strong commitment to the shared goals of the Organization as a whole, and the philosophy of the school, as well as a longterm vision of the college that are shared with all staff; The school is sensitive to the needs of the students, parents, and community, and it generates support in helping, establishing and communicating the group clearly about the course of the institution.
• Distributed Leadership Practices: there is a delegation of work, and the Director assumes that the sum of the shares represents more than the parties because the participative work translates into a learning for the organization. The management considers that the most participatory forms of leadership work best and allow access to the collective knowledge of the organization, as well as to manage democratic processes to use the conflicts productively, which requires to arrange and regularize informal relations to improve existing agreements.
• Professional development of teachers, complexity of the task: relates to reflection and dialogue to delegate, orient, leverage and improve the skills and knowledge of all teachers, and create a positive and effective common culture, as well as to provide a consistent and coherent school curriculum between subjects and levels, as well as a system of goals and incentives. Leadership actions contribute to the development of people in order to advance productively in the institution. Management and leadership are practiced as a reflection of the school's culture, ethics, and traditions. In addition, it includes the planning of the professional development of the team, through assistance to seminars, courses, workshops, etc., and supports the allocation of the necessary resources to promote the efforts of school improvement. Shared decisions of the Organization: we work on the basis of cooperation rather than competition, to promote productivity within the school, with a "holistic" vision of the organization and with flexible professional practices. The members of the organization discuss and help each other in a spontaneous way to solve any problem, through agreements to modify certain organizational structures, and through parental involvement, in order to make decisions about teaching and learning for their children in school.
In addition to DL, some demographic and context variables were also incorporated. These are the conditions under which the event is manifested to describe, then each one of them is defined. The variable to describe is distributed leadership, which is defined below:
• Age: Defined as the number of years elapsed from birth to the time of investigation.
• Experience as a manager: it is defined as the number of years elapsed since its incorporation to the position of Director (a), until the time of the investigation.
• Academic experience: Refers to the number of years elapsed since its inception in work as teachers until the time of the investigation.
• Experience in the position of the executive: refers to the number of years as a director until the time of the investigation.
• Type of entry to the position of Director: refers to the way in which managers enter the Spanish educational system according to the education law. In Madrid they are by regulation.
• The educational project of the management: it is one of the forms established to participate in the selection of the schools in the incorporation to the directors (as) in the offices (cases Studied in Madrid). • Election by the school board and faculty of Professors: corresponds to the appointment of the principal.
• Direct designation by the administration: assignment chosen by the school board and other members of the school.
• The character of the institution: it has to do with the type of school. The Spanish educational system includes three types of primary schools: public, private and concerted.
• Public schools: They are lay centers, financed and managed by the Government with the help of the local administrations of each zone. The majority of these centers have all levels of basic and compulsory education (children, primary, secondary and baccalaureate, although some centers delegate the higher cycles to public institutes).
• Concerted schools: They are private-nature centers (not created by the administration) but subsidized largely by the Central Administration. They have freedom of management with an adaptation to certain conditions established by the government like, for example, the limit of students by class, dates, admissions, etc.
They finance part of their offer with subsidies, and another with parental payments.
• Private schools: These are private-nature centers (not created by the administration). They have freedom of management with an adaptation to certain conditions established by the government as the limit of students by class, dates, admissions, etc. They finance their offer with parents ' payments.
• Gender of Directors: it has to do with male or female sex.
• The tendency of the enrolment of the schools of Madrid: measures the behavior of admission and withdrawal of students compared with previous years.
• Dropout of students from the Madrid colleges: measures the population of students who retire from a school to migrate to another.
Analysis and presentation of DLP data and information
As part of the descriptive analysis, it is essential to examine the results of the study, and the calculation of the response distributions of the subjects for each item for each dimension. These analyses have been taken as indispensable to discover the reality and problems of the directors' DLP. In order to obtain an even more detailed view of the dimension, the study was made by item (table 3) , this information is represented in Figure 2 . The seven items are taken (P10, P15, P16, P17, P18, P34 and P35) for directors to distribute leadership, it is a strategy with some potential to access the Collective knowledge of the Organization, to carry out complex tasks and achieve the organizational objectives. It is related to the division of labor as an activity that generates different positions for the participants. Not all directors agree with a form of shared leadership, which is based on a more collective and inclusive philosophy of traditional leadership theory, which focuses on the skills and behaviors of the leading individuals, note that the percentage of disagreement is very small (8.7 %).
Given the opinion about: by delegating their work and distributing it the sum is more than the parties (P15) The directors show a percentage of 86.96 of agreement and total agreement, and no manager disagrees in this item. This aspect relates to the delegation and the distribution that translate into the synergy effect. Directors agree that the sum of all the leadership from different sources or people in the school results in a (P18) shows, 47.82% are in total agreement and agreement, and 52.18% say regular, disagree and in total disagreement. This means that directors do not agree with the work of two or more leaders, or with spontaneous collaboration, which refers to groups of people with different skills and knowledge, from different levels of the organization, who they unite to share their expertise and regularize their behaviours during a task by exercising their own leadership, and then separating them. P10. The Division of labor according to the specialization of competencies P15. Delegating their work and distributing it the sum is more than the parties P16. Participatory work results in learning P17. The leadership practices that are based on the work of two or more leaders P18. The work of two or more leaders is made separately and interdependently P34. The most participatory forms of leadership work best in Complex tasks P35. Given the approach related to the distribution of leadership as a strategy with some potential to access the collective knowledge of the organization, to perform complex tasks and achieve organizational objectives.
Percentages of responses for each item in the DLP dimension.
Source: Author.
Given the approach related to the distribution of leadership as a strategy, with some potential to access the collective knowledge of the organization, to perform complex tasks and achieve organizational objectives (P35), it is obtained 21.74% of total to regular disagreement; one should mention the fact that there was a significant percentage of agreement and total agreement (78.25%). This means that P35 is not one of the most valued aspects of distributed leadership practices. The scholars of the organizations have long argued that the complexity of the task is a key variable that determines the productive leadership responses. This argument is based on the more directive forms of leadership (similar to the "oversight" for most people) being productive when the tasks to be done are relatively simple. Finally, in accordance with the question related to the leadership practices that are based on the work of two or more leaders (P17), 30.43% were totally in agreement, and 52.17% agreed. It does not always agree with delegating and passing power to others, as seen with an 8.70%
disagreement and 8.70% in regular opinion.
Conclusions
Theoretical research and analysis is evidenced, as proposed by Gronn (2002) , in the practice of the three conditions (collaborative, collective and coordinated distribution), by the directors of the schools of Madrid. From this analysis, it is key to understand that by working collaboratively with the committed, capable actors, and locally adapting some general suggestions, to retake the strengths and overcome the weaknesses of individual leadership, you could get a formula with good results, and, of course, a first-rate education with quality.
The management model prevailing in Spain is Democratic (Arias and Canton, 2006) , and for these directors, participatory work is a practice of DL. Redesigning the organization has proven that educational leaders develop their schools as effective organizations that support and maintain the performance of teachers and students, contributing to teamwork and student learning.
Changes in the division of labor occur with the incorporation of new tasks and new requirements -this seems to have two parts: the technical, and the social form. In the DLP, the division of labor becomes evident, when individuals and groups do so on the basis of their values and interests. These relationships are a key source of social and organizational power, if compared to exclusively hierarchical or centered forms of García (2010) . DL represents a set of practices to set course and exert influence, potentially "by people at all levels, more than a set of personal characteristics and attributes of people at the organizational cusp" (Fletcher and Kaufer, 2003, p. 22) . For these directors, participatory work is a DLP, redesigning the organization has proven that educational leaders develop their schools as effective organizations that support and maintain the performance of teachers and students, their contribution to the work of the team, and to the learning of the students. The DLP assumes that the purpose of the cultures and organizational structures is to generate the flexibility of the structures, which must be combined with the changing nature of the school improvement agenda.
The most participatory forms of leadership work best in complex tasks. Experts in the theory of the school organization (Leithwood et al., 2006; Leitwood, 2009 ) have argued that the complexity of the task is a variable key, which determines DL's responses. In this dimension, it is where the 23 directors are best served; they tend to distribute the tasks according to the competencies and skills of those who work with them, inclined to delegate aspects of their position, and to encourage the emergence of other leaders within the organization, as a way to tackle complex tasks and to achieve institutional goals. The directors base the work mostly on the participation.
According to the results, it seems that the DLP has spread more than it could be, and it is accepted by most of the principals of the schools studied in Madrid. It is evident in this study that the DLP most valued by the directors consulted are: • Division of the work according to the specialization of competencies.
• The delegation of work and distributing it is more than the parts.
• Participatory work results in learning.
The worst positions valued by the directors are related to: the work of two or more leaders is made separately and interdependently (P18), 52.18% of directors disagree with the work of two or more leaders, and the distribution of leadership as a strategy with some potential to access the collective knowledge of the organization, to perform complex tasks and achieve organizational objectives (P35), 21, 74% disagree.
